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This research deals with the prevalence of occupational
risk factors in the employment setting of the Inter¬
national Association of Bridge Structural Ornamental
Ironmen Workers, Local 387 and the correlation of these
factors with problem drinking in the work organization.
The research is extended to include a discussion of
job-based alcoholism programs as they apply to union-
only employment situations and, further, to a discussion
of the applicability of such alcoholism programs to
the particular union local under study.
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I. INTRODUCTION
Need For Study
American business and industry managements and labor organizations
are increasingly recognizing the extent of problem drinking in the labor
force. Estimates of the number of problem drinkers in this country range
from five to nine million and, according to varying estimates, these
problem drinkers constitute from eight to ten percent of any average work
force. In the 2nd Report to the Congress on Alcohol and Health in 1974,
the Secretary of the Department of Health, Education and Welfare estimated
that there were between four and five million alcoholics in the work
force. 1
The problem of alcoholism occurs in all types of businesses and
affects all types of workers, at all job levels. Research data shows no
significant concentration of deviant drinking at any occupational level or
in any particular occupation. The stereotypes of "good white collar workers"
and "bad blue collar workers" are reinforced by the fact that deviance of
blue collar workers is more visible, due to greater interdependence of job
functions, greater supervision and less opportunity for cover up. ^
In the past, work organizations regarded the chronic alcoholic as a
relatively insignificant problem. More recently, however, employers have
become increasingly aware of the cost burden of alcoholism and, by 1975,
between 500 and 600 job-based lalcoholism programs existed in about 300
employer organizations. ^
The phrase, "the billion dollar hangover", has gained general usage
since it was first introduced in 1957 to designate the operational costs to
employers of excessive drinking among their employees. Estimates of precise
costs vary widely due to inconsistent means of evaluating costs and the
difficulty of obtaining accurate data. In 1974, the National Institute of
Alcohol Abuse and Alcoholism (NIAAA) used the figure nine billion. Sibyl
Cline, in a 1975 publication, allows a leeway from 10.7 billion to 20.7
billion dollars annually, $6 billion of which is made up of absenteeism,
sick leave, wasted time and materials, and accidents. ^ Brisolera cites a
cost to industry of over $10.4 billion annually. ^ The cost to the economy
at large, is of course, much higher and was recently estimated by NIAAA
at $25 billion dollars annually.^
The work based costs of problem drinking are of three types, according
to Trice and Roman. The first type stems directly from the employee's work
behavior and includes such costs as absenteeism and performance efficiency.
Especially where jobs are interdependent, absenteeism can greatly disrupt
the assigned activities of work groups. It also frequently necessitates
overtime payments to employees who must cover for absences. Partial absen¬
teeism, when an employee leaves his assigned work activity to take a drink,
to recover from drinking, or to cover up the signs of drinking, and on-the-
job absenteeism, when the worker is incapable of functioning due to hangover,
are included in this category of work-based costs.^
The impact of deviant drinkers on other employees is the second type
of work-based cost. Absenteeism and poor job performance create a burden for
those workers who must take up the slack. They become aware that for the
same benefits, the alcoholic employee is doing less work. As a result, their
own production is likely to fall off and morale problems may arise out of the
frequently aggressive behavior of the problem drinker. A morale problem
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is also frequently created for the problem drinker's supervisor. In the
absence of a policy for such employee problems, or where policies are
arbitrarily enforced or ambiguous, the first-line supervisor may not know
what to do with the employee who is a deviant drinker. Because most people
drind and have become intoxicated, deviance becomes hard to define and
supervisors tend to vacillate in regards to the action which should be
taken. Not only will the supervisor devote inordinate time to the deviant
drinker, which represents a cost to the work organization, but the morale
of co-workers may decline further as they lose patience with the supervisor's
reluctance to take action. Workers may also find it to their advantage
to encourage deviant drinking by a supervisor who will, as a result, be
less likely to supervise them closely or to notice less than quality per¬
formance on their part. Knowledge of a supervisor's drinking problem can
provide workers with clout in the event of a confrontation over below-
standard line performance. ®
The third classification is the cost of doing something about the
deviant drinker once the limits of tolerance are reached. When it would
appear necessary to terminate a worker, management is likely to encounter
resistance from organized union members. Grievance procedures generally
make costly demands on the time of union and management personnel. ^
Brisolera provides the basics of a diagram which depicts the logical
sequence of events for a worker who develops problems with alcohol con¬
sumption during the course of his employment. As can be seen from the illus¬
tration below, when problem drinking becomes unmanageable the sequence of
events can follow oneibf two paths. Either the worker's situation and
"jobperformance will continue to deteriorate, leading to termination by the
employer or the worker himself, or intervention will occur which will ideally
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It is this intervention that is the substance of job-based alcoholism
programs. Because the employer has a legitimate right to expect unimpaired
role performance of the worker, based on the employment contract, he is in
a unique position to utilize a strategy of constructive confrontation. This
strategy calls for a series of confrontations based on poor job performance
and, if necessary, for bringing about a job-related crisis in the deviant
drinker's life while he still holds a job and is within the control of a
social situation.
Work plays a central role in an individual's life, regardless of the
skill content of the job. Other than economic self-sufficiency and its
accompanying value structure, and the routine and discipline provided in
the employment situation, seniority adds " a degree of job ownership, some¬
thing like home ownership after years of mortgage payments." The majority
of alcoholics in the work force do experience these feelings of belongingness
since employed alcoholics tend to have been working for the same organiza¬
tion for many years. (One researcher says that the "vast majority" have
been on their jobs for ten to fifteen years.
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The developing alcoholic is thus unlikely to disregard a job threat,
especially when a nonpunative opportunity for treatment is attached. For
once in the progression of his illness, the problem drinker is in a situation
he cannot manipulate or disregard. The opportunity for the work organiza¬
tion to influence the worker and to help him return to a more productive
and satisfying life is extremely potent in this situation.
In work organizations that have successfully initiated job-based
alcoholism programs, a particular combination of factors has been shown to
have a great impact on the control of alcoholism in the work force. Most
experts are in very close agreement with a list of such program character¬
istics published by the National Council on Alcoholism. The list, which
corresponds closely to another published by the Department of Health,
Education, and welfare, is as follows:
* The full and active support of top management
* The formal establishment of a written company policy on
alcoholism
* The applicability of the program to employees at all levels,
including executives
* Trained supervisory personnel and shop stewards functioning
under written guidance
* Advice with respect to the available treatment modalities
* Continuing communication with all employees
* Full and equal participating support by unions where these
are involved
* Insurance protection against the costs of treatment and for
time lost while undergoing treatment
* Confidentiality of all records
* A clear understanding that if work performance does not
improve or if treatment is not accepted or followed, the
job could be in jeopardy
* Continuing reevaluation of the program
Generally speaking, job-based alcoholism programs are achieving recovery
rates among alcoholic employees of from 60 to 80%. This rate is based
generally on one to two years of sobriety, a rate which has a high degree of
validity, since the cases are easily observed and followed. Research
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has additionally indicated that rates of on-the-job performance improvement
are highest when it is work impairment that provides the impetus for
seeking treatment. Beyond this, available data also indicates that well-
established programs at places of employment are cost effective to the
work organization.
While problems with alcohol in the workplace are difficult problems
to address, by any measure, the success of job-based alcoholism programs is
encouraging. This study and others which assess the need for job-based
alcoholism programs in employment settings are needed in order to insure
the benefits of such programs to additional numbers of workers and work
organizations.
Purpose of Study
The purpose of this study is to explore factors which would provide
an indication of the need for a job-based alcoholism program in a union-
only setting. The prevalence of occupational risk factors identified by
Trice and Roman will indicate the extent to which the structure of the work
organization itself encourages deviant drinking on the part of pre¬
disposed workers. The actual relationship between the presence of these
risk factors and the extent of problem drinking in the study population will
be tested.
In addition, because the appropriateness of establishing a job-based
alcoholism program in Local 387, or any union-only employment setting, can
only be assessed in view of existing information, a further purpose of this
study is to examine the results of previous inquiry into this problem area.
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Definition of Terms
Alcoholic / Deviant Drinker— Used interchangeably in this study to refer to
persons whose drinking interferes with their health, interpersonal
relationships, or economic functioning
Occupational Risk Factors-- Features of the employment situation that increase
the chance of deviant drinking being continued by workers who have
previously had rewarding experiences with alcohol
Job-Based Alcoholism Programs-- Programs in operation in job settings,
either dealing exclusively with alcohol or with additional worker problems
as well, that are designed to improve a workers job performance and
general well being by lessening his/her dependence on alcohol
Constructive Coercion-- A strategy of job-based alcoholism programs, based
on the employment contract, which uses a series of confrontations over
impaired job performance as a basis for ultimately forcing the worker
into treatment, under threat of discipline, e.g. job dismissal
Job-Related Crisis— A situation imposed on an alcoholic worker wherein
he can choose to continue to drink only at great personal cost to himself;
in effect, a forced choice between continued employment and continued
drinking
Alcoholism-- A chronic pathological condition caused by habitual, excessive
alcohol consumption
Work Organization— A number of persons or groups who come together in an
employment setting for the common purpose of producing goods or providing
service in exchange for payment
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II. REVIEW OF THE LITERATURE
Work-related Characteristics of Alcoholics
Trice, in 1962, analyzed the work histories of 752 AA members from
their own reports of work behavior during the middle stages of alcoholism.
He found a substantial decrease in work effectiveness in almost all cases.
In 70% of the cases, there was a progression of absenteeism, although the
lower status workers performed "a substantial days labor" when they were
on the job. He also found that lower status workers drank heavily even
with their co-workers. In fact, they often relied on fellow workers to
cover up for them--or attempted no cover up at all.
Trice and Roman found that on-the-job accidents among alcoholics
are proven to be higher than the norm only for early stage alcoholics. They
attributed this to 1) the routine nature of jobs; 2) exceptional caution;
3) protection by fellow workers; 4) absenteeism when vulnerable; 5) re¬
assignment by supervisors and 6) routines for managing alcohol. Straus, in
1971, found that middle stage alcoholics frequently steadied themselves
with alcohol to calm hangovers and allow themselves to concentrate.
In research conducted in 1979, Marielo and Seaman reported three
and one-half times more accidents among problem drinkers than among compar¬
ison groups. This is in line with findings that early-stage drinkers do
actually have more accidents.
Findings are reported by Observer and Maxwell (1959), Pell and D'Alonzo
(1970, 1973) and Winslow et al. (1966) that confirm that workers with
alcohol problems have higher levels of absenteeism, tardiness, sickness,
and the like.
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; Schramm reports findings from the Social Research Group of the
University of California at Berkely (1968) which indicate that lower mean
and median incomes are found in families where an alcohol abusing male
between the ages of 21 and 59 is present.21
Thorpe and Perry (1950) reported that male alcoholics have three
times the sick absences of matched control groups. Other studies dealing
with sick absences report rates ranging from two times to eight times those
of matched samples. 22
Research findings regarding cover ups by co-workers are validated
by the findings of Stamp in 1965 that low status employees received help
from supervisors and peers, who made excuses for them or ignored their
devience altogether.
Occupational Risk Factors
Several risk factors have been identified by Trice and Roman, which
increase the probability that deviant drinking will be aggravated or rein-
forced in the employment situation. Trice lists these in four categories,
the first of which is low visibility. An absence of clear goals is seen to
produce anxiety which may be released by alcohol use. It also makes recog¬
nition of impaired work performance difficult to detect, since there is no
clear definition of appropriate performance. The freedom to set ones own
work hours is another risk factor, since the employee cannot easily be
defined as an absentee. Low structural visibility is a risk that is especially
crucial for predisposed individuals whose jobs require frequent absence
from families and other sources of emotional gratification and place them in
situations with strangers and the need to "kill time". Again, developing
devience is difficult to spot. Also included as a low visibility risk is
work addiction. It is reasoned that the work addict is freed from involvement
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in affective relationships and may release tensions in solitary settings.
Since this behavior reflects a basic American value, the work addict can easily
justify "cutting loose" on occasion.
Vast technological change, which results in career obsolescense, brings
another low visibility risk factor to bear. Individuals who are laid off,
given early retirement, or placed in meaningless jobs tend to develop
pathological drinking patterns if they have had previous rewarding exper¬
iences with alcohol. The last of the low visibility risk factors is new
work status. A newly created position may cause stress and provide oppor¬
tunities for deviant drinking, since role expectations are not set but
evolve as the employee begins to function in the new position.
The second major category of risk is the absence of social controls.
This category includes required on the job drinking and mutual benefits of
supervisor/subordinate. Reduction of social controls becomes a critical
risk in interorqanizational mobility, where employees enter a situation where
recruiting is difficult and deviance, as a consequence, is tolerated or
where the employee enters a large organization and associates with an estab¬
lished drinking group.
The final category of other risk factors includes severe on-the-job
stress. An employee under such stress may become dependent on alcohol in the
long run, where it is highly effective as a coping mechanism. Competetive
pressure might be seen as a specific type of on-the-job stress.
Snyder asserts that ambiguity regarding the nature of assigned tasks
often accompanies low visibility and may generate anxiety, thus creating a
setting in which the individual may find excessive use considerably
rewarding.25
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In "Mental Health and Work Organizations, McLean states that "workers
with personality disorders, including alcoholism and drug abuse, may find
that their psychiatric disorder stems partially from job insecurity,
unpleasant working conditions or hazardous work."
Trice, in 1979, reported several additional studies of occupational
risk factors. In 1978, Roman found that interdependence of jobs and on-
the-job mobility are associated with supervisors identification of problem
drinkers. Data obtained by Seaman in 1979 supports the hypothesis that on-
the-job mobility, freedom from contact with the supervisor, occupational
obsolescense and work addiction, combined with a general lack of visibility
by the supervisor is associated with problem drinking.
A study by Hitz in 1973 reports that occupations that are free from
the immediate control of the work organization provide the alcohol-prone
worker a job situation where his predisposition can emerge. In 1970, Roman
found that job autonomy makes it possible to mask problem drinking.
Hardy and Cull found that the job preferences of alcoholics were at
variance both with the types of jobs they held and with their abilities.
Manley et al. (1979) reported that both low job satisfaction and low job
involvement are associated with problem drinking in terms of serious con¬
sequences of drinking.
In a 1976 study of construction workers, Reimer describes drinking as
built into the work culture of the building trades, where it is considered
"a pleasant activity"
Union-Initiated Alcoholism Programs
Trice, Hunt and Beyer document "substantial willingness by labor to
cooperate" with job-based alcoholism programs. Most labor unions
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have experience with job-based alcoholism programs through their place of
employment and participate in such programs through cooperation with the
employer or through collective bargaining with the employer. Some, however,
have established such programs unilaterally for their members. 32 of those
labor unions that initiate alcoholism programs without the cooperation of
management, some achieve a working relationship with management over time,
centered on the goals of alcoholism control with mutual benefits to workers
and management.
The AFL-CIO strongly promoted formalized treatment of alcoholic workers
as early as 1964 33 and continues to support job-based alcoholism programs
for its employees in various settings.
Two studies completed in the mid and late sixties relevant to the
reaction of unions to management initiated policies, looked at "exclusive
union action". The identified drawback to this type of program was that the
union often had no time, money or facilities to do an adequate job. Data
from these studies also revealed situations comparable to that of the present
research, where a union-operated program is the only kind possible. No
actual investigation of union-operated programs was included in the studies,
however.34
While several researchers have documented the vital role of unions in
job-based alcoholism programs, both management-and union-initiated, little
if any research investigates such programs in construction trades where
labor is casual and the workers themselves have full responsibility for
program initiation, implementation, and operation.
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III. RESEARCH DESIGN AND METHODOLOGY
As indicated by the Review of the Literature, little research has
been produced which is specific to union-only alcohdlism programs in the
construction trades. As a result, while particular components of the
research are descriptive and are intended to test the causal hypothesis,
the overall presentation is exploratory in that the desired purpose is to
provide new insights and to assist in formulating a more specific research
question.
Hypothesis
The central hypothesis of this research effort is that a positive
correlation exists between levels of drinking and occupational risk factors
identified at Local 387. In establishing the validity of this hypothesis,
it must be shown that 1) at least some of the occupational risk factors
identified by Trice and Roman are extant in the work situation at Local 387
and that 2) these risk factors are positively correlated with overall levels
of drinking by the ironworkers.
Assumptions
Assumptions which were made prior to initiation of the research
determined, in part, the nature and direction of the research effort. These
assumptions are:
a) Risk factors identified by Trice and Roman are valid for
for blue collar construction occupations, as well as for higher status
occupations
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b) Correlations between risk factors and characteristics
of the sample can be expected to be similar to those identified among other
study populations of blue collar workers
c) To at least some degree, occupational risk factors are
present in the structure of the work organization at Local 387; to at least
some degree workers of Local 387 experience problems with alcohol consumption
d) Local 387 is typical of union-only employment settings
and derived findings are applicable to similar union-only job settings
Methodology
Research data was gathered by both formal and informal methods. Informal
conversations with union members, training personnel, management officials,
and supervisors yielded substantial information on union procedures and
policies and provided a framework within which to initiate research.
A pretest questionaire was devised and administered and was amended
where necessary. The majority of questions appropriate to obtain the
desired information were selected from the intake questionaire published in
Schramm et al. The questionaire was used by the School of Hygiene and
Public Health of the Johns Hopkins University in a project which became
known as the Employee Health Program (EHP) to study the problem of retaining
problem workers on the job. Where the pretest revealed discrepencies in
interpretation of a question or its coded response, an additional question
was added to increase internal validity.
Questions used on the EHP intake interview form (from which relevant
questions were selected for this research) were constructed to yield data
similar in form to that previously developed in alcoholism and manpower
research. Work satisfaction questions were constructed to resemble "the most
common and authoritative opinion research instruments" and alcohol con¬
sumption questions were those developed by Stanford Research Institute for
the patient intake questionaire of the NIAAA. In addition, questions are
included which are specifically relevant to the present research.
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The final questionaire was developed with few changes from the pre¬
test. The question, "How long have you been at your most recent job?" was
amended to read "How long have you been at your most recent job site?" because
some pre-test responses, e.g. 23 years, most likely indicated length of
membership in the union. Coded responses to "number of weeks worked" were
altered to reflect more precise breakdowns at the upper end of the range.
Contrary to expectation, pretest respondents had worked nearly every week
in the year. An additional response was added to coded answers for approx¬
imate shared gross income. The upper limit on the pretest was "more than
$25,000". Because a large proportion of the pre-test respondents fell in
that upper category, the upper limit was revised upward to read "more than
$30,000".
In addition to the pre-test and final questionaires, interviews were
conducted with 15 members of the study population. These interviews were
constructed to include all of the questions posed by the questionaire, and
included additional questions appropriate to elaborate on responses to
those questions. Examples of questions selectively asked of respondents
are "Do you drink more when you are working away from home than you do when
you are working in a familiar location for a long period of time?" and "Why
do you think you started to drink more heavily after you started to work as
an ironworker?".
The sample used was an accidental sample containing elements of the
quota sample. Respondents were, generally speaking, self-selected for in¬
clusion in the samples—pre-test, questionaire, and interview.
All research was conducted in the union hall. Informal conversations
were held with ironworkers who showed the greatest propensity to share infor¬
mation. These conversations provided the basis for selective inclusion of
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questions on the pre-test questionaire and influenced the presentation and
the language which were used.
The design called for ten pre-test questionaires to be distributed to
a sample group selected "on-the-spot" to include black and white respondents
and to include representation of various ages. All of the workers who were
approached with requests to complete the questionaire willingly did so.
Revised questionaires were taken to the union hall on two subsequent
days in order to obtain the 50 usable data gathering instruments required by
the design.
As indicated previously, informal conversations were used for the
purpose of gathering initial information on which to base the research.
Consequently, no analysis was made of this data. Pre-test instruments were
used only to refine the research instruments and also were not analyzed.
Interviews were conducted with 15 ironworkers largely in order to
validate data obtained on the questionaire. If the questionaire is reliable,
interview questions should elicit similar responses to answers given for the
questionaire, when directed to members of the same study population.
Additionally, interviews were expected to provide depth and clarification
to the questionaire responses. The response frequencies for those inter¬
view questions which were also included on the questionaire were tabulated;
however, no further analysis was performed on this data.
Data obtained from the questionaire was computer analyzed using the
Statistical Package for the Social Sciences (SPSS). Analysis was conducted
on two levels. Frequencies were first tabulated for each of the 38
variables on which data was obtained. This operation provided the measures
of central tendency which are necessary to derive information about what is
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typical for the sample. Correlations were then derived for the relevant
sets of variables through crosstabulations. These crosstabulations estab¬
lished relationships, or the absence of relationships, between a wide
variety of variables and established the relationship of the hypothesis
variables to each other.
Limitations
Some of the study limitations were anticipated; others emerged as
the research progressed. Of the total of 1,276 members of the Inter¬
national Association of Bridge Structural Ornamental Ironmen Workers Local
387, only a limited number had the opportunity to be selected in the
sample. Many ironworkers work on a single job site, or work for a single
construction company for long periods of time and seldom, if ever, appear at
the union hall to bid for casual labor. Those who work casual labor, but
who were not at the union hall on the days when the research was conducted,
also were eliminated from the possibility of selection.
The sample was further restricted by the refusal of some ironworkers
to respond to the questionaire or to provide relatively complete answers.
In marked contrast to the situation in which the pre-test was conducted,
few workers were at the union hall on the two days when the questionaires
were distributed. Every worker in the union hall was asked to complete the
questionaire. Thirty-six accepted the questionaires and, of these, only
twenty-eight were sufficiently complete to be included in the sample. It
is possible that of those present in the union hall, and so, eligible for
selection, the least educated, those most resistant to self disclosure and
those who were most uncomfortable with alcoholism research eliminated them¬
selves from the sample. Based on observation and informal conversations
with union members, it appears that workers with severe drinking problems
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are underrepresented in the sample.
Questions from which to derive measurements of some critical occupa¬
tional risk factors were inadvertently omitted from the data gathering
instrument. Although they were included in the interview format, indices
of job stress and "required" on-the-job drinking are notably missing from
the correlational findings. In addition, several pre-coded response cate¬
gories are too broad to provide adequately refined and meaningful data.
The most damaging limitation arises due to the small size of the
research sample. Because a limited number of cases precludes the estab¬
lishment of levels of statistical significance in the analysis of the data,
it is not known to what extent relationships which hold true for the sample
can be extended to the larger population.
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IV. FINDINGS
Characteristics of the Sample
Characteristics of the sample responding to the questionaire are
presented in the narrative which follows. Tables of demographic character¬
istics which are included allow for comparison of similarities and differ¬
ences between the questionaire and interview samples.
Occupational Title: Of the 28 respondents, seven indicated that their
occupational title is Ironworker; eight are Journeyman Ironworkers; one is
a Journeyman Rodman; one is a Journeyman Ironworker/Apprentice Coordinator.
Eleven of the sample did not indicate an occupational title.
Age: None of the respondents are 21 years of age or younger. Four
are in the age range of 22-24; half of the respondents (14) are 26-35 years
old; six are 36-45 years old, and four are over 45.
Marital Status: Fifteen (54%) of the 28 ironworkers in the sample
population are married or living with their partners. Four have never been
married. Eight have been divorced or had their marriages annulled; one is
separated.
Ethnicity: Seventy-nine percent of the sample population in U.S. born
and white. Fourteen percent are U.S. born and black. Of the remaining two
respondents, one is Bilalian-American and one is Indian.
Household Size: Fifty-four percent of the population- (15) live in
households of three to five persons. Three live alone; five live with one
other person; four live in households of six or more persons. One person in
the sample did not respond to the question.
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Income: The shared gross income of the respondents' households in the
V 4- M
last year ranged between $15,000 and $30,000 in seventy-one percent of the
cases. Income was $12,000 or less for four respondents. Three respondents
are in the income category of $12,000 to $15,000; nine are in the $15,000 to
$20,000 category; eight are in the $20,000 to $30,000 category. Four
respondents live in households with a shared gross income in excess of
$30,000.
Sex: All respondents are male.
Age
Instrument Under 21 22-25 26-36 36-45 Over 45 Total
Questionaire 0 4 14 6 4 28









Questionaire 4 15 0 8 1 28










Instrument 1 Person 2 Persons 3-5 Persons 6 or More Total
Questionaire 3 5 15 4 27

















Questionaire 4 3 9 8 4 28
Interview 1 4 5 4 1 15
Occupational Risk Factors
Responses to several of the questionaire items provide measurements
of the variables which represent occupational risk factors. The frequencies
of particular responses to the individual items, then, indicate the extent
to which occupational risk factors are present in the work situation of
Local 387.
Flexible Hours of Work
The nature of "casual" construction labor is such that the freedom to
set ones own work hours is inherent in the occupation. Responses to four
questionaire items are indicators of the amount of time worked and overall
frequencies with which the workers change jobs, either by choice or invol¬
untarily. The question, "How long were you at your most recent job site?"
elicited the full range of responses from "one day" to "more than three
months", with no one response being significantly predominant. Only one
person in the sample had worked only one day.
Fifty-seven percent of the sample could have worked longer if they had
chosen to; forty-th^ree percent stayed at the site until that job was no longer
available to them.
Forty-six percent of the sample population worked 46 weeks or more in
the past 12 months. Twenty-five percent worked 36-45 weeks and twenty-nine
percent worked 35 weeks or less.
A large majority of the sample population (75%) worked 30-40 hours a
week when they did work.
Interviews yielded similar data for all four questionaire items.
Out of Purview of Supervisor
The frequency with which work is checked is an indicator of the close¬
ness of supervision, and consequently, of the degree of visibility. Respon¬
ses to the item which addressed this component of visibility fell slightly
more than half the time in the category of "my work is checked at varying
intervals." Only one respondent said that his work was checked constantly
and only two said that their work was rarely, if ever, checked.
A second question regarding the extent of freedom to do the work as
one wants, is included as a reliability index. Eighty-two percent of the
sample population said that they are "fairily free" to do their work as they
want. Three said that they are completely free to do their work as they
want. Three said that they are completely free to do their work as they
want. The remaining two respondents said that they have little or no free¬
dom to do their work as they want.
Findings for both questions correspond closely. Interview data is
comparable for both questions.
Absence of Clear Goals
The absence of clear goals is measured by two questionaire items, as
well. In response to how much of the time workers know what is expected of
them, seventy-five percent of the sample respondents said that most of the
time they do know what is expected of them. Only tow respondents said that
often or most of the time they do not know what is required of them. Inter¬
view data yielded a slightly larger percentage of workers who often do not
know what is required of them.
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It is assumed by the researcher that where opportunities to learn on
the job are extensive, production goals are likely to be clear. Eighty-
six percent of the respondents said that their opportunities to increase
their knowledge and skill are great or above aberage. Interviews produced
similar findings.
Absence From Emotional Supports
Work situations involving frequent absence from families and other
sources of emotional gratification were measured by items asking how much
time had been spent working outside the local area and how many locals the
ironworker had worked for in the past two years.
Eight of the respondents had not worked outside the local area in the
past two years. Of the remaining 20 in the sample population, four had worked
away from home for one or two months; five had been on jobs away from home
for 3-6 months; nine had been gone seven months to a year; and one had
worked outside the local area for more than one year. One respondent did
not answer this question. Interview data revealed a higher percentage of
those who had not worked outside the local area; of those who had, absences
were for generally longer periods of time.
Twelve respondents said that they had worked for only one local in the
past two years. Thirteen said that they had done Work for two to four locals
in that time period. Three had worked for five or more locals. While there
is a slight discrepancy between the number who said they had worked for only
one local and those who said they had not worked outside the local area, this
could be accounted for by a misreading of the latter question to categorize
relatively distant jobs worked under Local 387 ad being "away from home".
Nine of the fifteen respondents who were interviewed had worked for only
one local. Five had worked for 2-4 locals and one had worked for 5-7 different
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locals in the past two years.
Work Addiction
Work addiction appears not to be a relevant factor among the sample
populations, as measured by hours/weeks worked. (See "Flexible Hours of
Work")
Career Obsolescense
The large majority of the sample population does not anticipate job
obsolescense. Eighty-nine percent beleive that there will be a need for their
particular skills for more than 20 years, the upper boundary of the pre-
coded categories. Thirteen of the 15 interview respondents believed that
their skills would be needed for more than 20 years.
Mutual Benefits
Where deviant drinking by supervisors is encouraged or covered up by
the workers, and where deviant drinking by workers is tolerated or overlooked
by supervisors, there is a likelihood that the deviant drinking provides
some benefit to the tolerating group.
Of the questionaire sample, 16 said that they have worked for a super¬
visor who tolerates or overlooks on-the-job drinking. Eleven said they have
not. One did not respond to the question. Data from the interviews was in
the same direction, with nine workers responding that they had worked for a
supervisor who tolerates or overlooks on-the-job drinking and six who
responded that they had not.
A smaller proportion of both interview and questionaire samples indicated
that they had encouraged a supervisor to drink on the job or covered up for
him when he did drink. Eighteen percent of the questionaire sample and
twenty percent of the interview sample said that they had either encouraged
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the supervisor or had covered up for him.
Required On-The-Job Drinking
Over one-half of the interview respondents indicated by various
responses that drinking is expected of ironworkers and is, in fact, an
integral part of the work culture. There was no indication of any type of
coercion to drink applied by management or supervisors; however, at least
segments of the sample population who drink did apply informal social
pressures through expressions of acceptance and esteem toward those who
could "drink with the best of us". While there is obviously no deliberate
exclusion of non-drinkers, it is probable that there is little common basis
for social activity between non-drinkers and those who drink heavily.
On-The-Job Stress
Stressful employment situations which preclude acting to reduce the
stress are included in Trice and Roman's index of risk factors. While no
data was obtained from the questionaire on this factor, near unanamous
agreement on the existence of substantial work-related stress was produced
by the interviews.
Competitive Pressure
The availability of opportunities for the worker in the job market was
used as an indicator of competitive pressure. Only one of the questionaire
respondents said that there are few opportunities and that jobs are difficult
to get. Twenty people (71%) said that there are quite a few opportunities and
that they are usually able to get work when they want it. Six said that
there are many opportunities available in the job market. One person did
not respond to the question.
Another indicator of competitive pressure is the worker's perception
of his value to the organization in terms of the availability in the labor
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force of other workers who could do his job. Fifty-four percent of the
workers believed that only a limited number of people could do their job. The
distribution of the remainder of cases was nearly even between those who
believed that a good many people could do their job and that very few
people could do their job. No one believed that almost anyone could do their
job.
These results are also consistent with the interview results.
These data frequencies indicate that for the sample population, the
risk factors of flexible work hours, absence from emotional supports, mutual
benefits, and on-the-job stress are present to a significant degree in the
work situation. The validity of the hypothesis can be preliminarily tested
by determining the correlation between these factors and the extent of
problem drinking in the work force.
Levels of Alcohol Consumption
Several questions were included in the questionaire instrument to
measure levels of drinking in the sample population. For the sample popu¬
lation as a whole, responses to the question, "How often do you drink
alcoholic beverages?", revealed no distinct pattern. The largest number of
respondents drink between 3 and 6 days a week. Five persons said they never
drink; five said that they drink once a week; six drink two days a week, and
two drink every day. One person did not respond to the question.
Asked whether they drink while on the job, 61% (17) of the respondents
said they never do. Two say they rarely drink on the job; five occasionally
do; and three frequently do. One person did not respond to the question. Of
the persons who do drink and responded to the item measuring when they drink,
sixty-two percent drink on both weekends and weekdays.
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Twenty-five members of the sample population responded to the question,
"What has been your longest period without a drink during the last three
months?" Over half said that it has been over two weeks. The remainder were
scattered fairily evenly between the categories ranging from "1-2 days" to
"1-2 weeks". Responses to this item indicated that no one had had a drink
every day.
Only one of the questionaire sample reported having been treated in
a hospital or clinic for alcohol-related problems. Seventy-nine percent said
that their health is excellent or good. Four said their health is fair
and one responded that his health is poor.
Sixty-four percent of the sample have not missed any days from work
because of drinking in the last month. Five have missed one or two days;
three people missed 3-5 days; one person missed more than 5 days.
On the job accidents related to alcohol were reported by 8 of the
respondents.
Analyses of drinking levels for the sample as a whole provided the
following modal response data:
* Most workers in the sample population drink between 3-6 days
a week
* Most workers in the sample do not drink on-the-job
* Of those workers in the sample who drink, most drind on both week¬
ends and weekdays
* The longest period without a drink in the past 3 months has been
over 2 weeks for most workers in the sample
* The great majority of workers have never received medical treat¬
ment for alcohol related problems in a hospital or clinic
* Most workers in the sample have not missed any days from work
because of drinking in the last month
* Most workers in the sample have not ever had an accident related
to their drinking or that of a co-worker
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Using modal responses as the indicator of level and frequency of
overall alcohol consumption, data does not support the hypothesis that over¬
all levels of drinking are positively correlated with identified occupa¬
tional risk factors.
Further data analysis allows for specific statistical comparisons
between the identified occupational risk factors and individual workers'
levels of drinking.
Flexible Work Hours
The number of hours worked by an individual ironworker is used as an
indicator of the extent to which he exercises his option of flexible work
hours. No pattern is evident in the statistical correlation between number
of weeks worked in the past year and the frequency of drinking by the
workers.
Drinking
Frequency No. of Weeks Worked
20 or less 21-35 36-45 46 or more Total
Never 0 2 1 2 5
Once a week 0 1 1 3 5
Twice a week 1 1 1 3 4
3-6 days a week 1 0 4 4 9
Every day 0 1 0 1 2
Total 2 5 7 13 27
Absence From Emotional Supports
The relationship between the extent of drinking on the job and the
amount of time spent away from home in the past year measures the effect on
drinking of absence from families and others who provide emotional
gratification.
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In the sample population, all of those who most frequently
drink on the job have worked away from home for some period of
time. While this appears on the surface to be significant,
additional data provide a more accurate overall view of these
factors in the sample. Of those who never drink on the job,
seven never worked away from home and of those who occasionally
drink on the job, two have never worked away from home.
Frequency-
On-The-Job
Drinking No. ,of Months Worked Away From Home
None 1-2 mo. 3-6 mo. 7-12 mo.
More than
12 mo. Total
Never 5 3 1 7 1 17
Rarely 1 0 1 0 0 2
Occasionally 2 0 2 1 0 5
Frequently 0 1 1 1 0 3
Total 8 4 5 9 1 27
Crosstabulations were also run for the relationship between
frequency of drinking and number of months worked away from home.
The distributions for this data set appear to be random and with¬
out significance. For example, of those who drink every day, one
has never worked away from home and one has been away for 3-6 months
in the past year. Of thos who never drink, 3 have never worked















Never 3 1 0 1 0 5
1 Day 1 1 1 2 0 5
2 Days 1 1 0 4 0 6
3-6 Days 2 1 3 2 1 9
7 Days 1 0 1 0 0 2
Total 8 4 5 9 1 27
Mutual Benefits
The correlation between drinking frequency of a worker and his
willingness to encourage a supervisor to drink, or to cover up for
him, reveals two findings of some minor significance. First,
those who never drink have also never encouraged a supervisor to
drink, and by implication, receive no benefit from his drinking.
Secondly, regardless of the frequency with which workers drink,
they tend not to encourage their supervisors to drink or to
cover up for them.
The data does not, however, indicate that more frequent
drinking results in, or is caused by, workers willingness to













3-6 Days 7 Days Total
Yes 0 1 1 2 1 5
No 5 4 5 7 1 22
Total 5 5 6 9 2 27
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A second measure of the relationship between Mutual benefits
and deviant drinking is provided by the crosstabulation shown
in table form below. With the exception of one inconsistent re¬
sponse, those who encourage their supervisors to drink, or cover
up for the, occasionally or frequently drink on the job. Con¬
versely, a large percentage of those who do not encourage or cover up
on-the-job drinking by their supervisors, also do not drink. The
data tendence is qualified, however, by the responses of two out
of 3 persons who frequently drink on the job, yet who have not













Yes 1 0 3 1 5
No 16 2 2 2 22
Total 17 2 5 . 3 27
A third measure of mutual benefits can be derived from the data.
This measure correlates frequency of on-the-job drinking with
the experience of having worked for a supervisor who tolerates or
overlooks on-the-job drinking. The data reveals that of those
who never drink on the job, 12 have never worked for a supervisor
who tolerates or overlooks it; 5 who never drink have worked for
a supervisor who will tolerate it. Of those who occasionally and
frequently drink on the job, five people have worked for a super¬
visor who tolerates it and three have never worked for a super¬
visor who tolerates on-the-job drinking. The data shows
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a consistent pattern in that of those who drink on the job oc¬
casionally and frequently a larger percentage have worked for
supervisors who tolerate it than is true of those who rarely











Yes 5 1 3 2 11
No 12 1 2 1 16
Total 17 2 5 3 27
Analysis of the data correlations between identified oc¬
cupational risk factors and individual workers' levels of alcohol
consumption, produced these findings:
* No correlation is found between number of weeks
worked and frequency of drinking
* All workers who most frequently drink on the job
have worked away from home for some period of time
* No correlation was foiind between overall frequency
of drinking and niimber of months worked away from
home
* Those who never drink have never encouraged a
supervisor to drink; regardless of the frequency
with which workers drink, they tend not to encourage
their supervisors to drink or to cover up for them.
* Those who have encouraged their supervisors to drink,
or cover up for them,occasionally or frequently drink
on the job. Most workers who have not encouraged
their supervisors to drink, do not themselves drink
on-the-job.
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* Of those who drink on-the-job occasionally and frequently, a
larger percentage have worked for supervisors who tolerate it
than is true of those who rarely and never drink on-the-job.
These relationships do not provide correlations of sufficient
strength to confirm the hypothesis as it applies to individual levels of
drinking and presence of risk factors. Interview data, however, provides
substantial basis for future research.
Interviews with the workers indicate that a definite problem
exists within the union local related to alcohol consumption, reflected
both by expressed concern for workers whose drinking is no longer under
control and for the union as a work organization.
Management officials reflect the same concerns. Instances of long¬
term absenteeism, wasted materials, construction delays, on-the-job
injuries, and cost overruns, as well as deterioration of the quality of
life for afflicted workers were vividly linked to alcohol problems.
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CONCLUSIONS AND RECOMMENDATIONS
Although the research hypothesis was not confirmed, and shortcomings
in the research process are obvious, there are substantial implications for
the data derived from the study.
Researchers recognize that while numbers provide accurate represen¬
tations of real-life phenomena, they do not always tell the whole story.
Nothing in the data gathering questionaire instrument could reveal that
when the gas station across the street from the union hall was torn down,
liquor bottles and beer cans were stacked 3-feet high along the wall. The
data does not reveal that now and then, some ironworkers used to "sleep
it off" there. Nor does the data reveal the hardship caused to a statis¬
tically insignificant member of the sample population who injures his
back because his partherion the job had a hangover and didn't calculate
the risks quite right.
Researchers know that careful observation can provide data that will
explain the numbers, or put them in proper perspective. Every day spent
in research at the union hall provided information that, to some degree,
some workers are having problems with alcohol. Pronounced blood vessels
and bleary, red eyes and shaky hands wrapped around the styrofoam coffee
cup were visual indicators. Comments made to me or to co-workers provided
an additional basis for inferring the existence of alcohol-related problems.
"If you're doing a paper on alcoholism, you've come to the right place."...
"This pocket" (of the safety belt) "is for wrenches and this one's for
whiskey." ... "You think you can stay off the bottle long enough to pay
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for that truck?"... In a few instances, workers frankly admitted that
they had a drinking problem.
Sometimes observation and data are precisely correlated. Two of the
older ironworkers "presented" a young man of about 27 years of age whose
stomach was swollen above his belt. They said that when he started working
with them, he was "naive and clean shaven." They had "taught him to drink"
and now he's "one of us."
Results of the data show that 7 of the 9 respondents who drink 3-6
days a week are in the 26-35 age group. The largest percentage of those
who drink more now than they did before beginning with the ironworkers
started working with the union between the ages of 22 and 25. Further, where
the ironworkers drink more than the previous work group, all of the sample
respondents who started with the union between the ages of 22 and 25
now drink a little or a great deal more.
This provides a clear example of the implications of combined obser-
bation and "hard data". Apprenticeship training programs in the union con¬
tinually bring in men and women in the "at risk" age categories, who are,
under the right circumstances, likely to develop deviant drinking patterns.
The obvious implication is that at this point an occupational alcoholism
program, or at minimum, a firm policy on job-impairing drinking, could be
effective.
No union local in the State of Georgia has a job-based alcoholism
program. The only policy on alcoholism for Local 387 is found in the "Local
Agreement". It states that reporting for work under the influence of intox¬
icating beverages is cause for dismissal. This means that the contractor
can send the worker back to the union hall; it does not provide for additional
sanctions.
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Even this (limited) policy is only on paper. Both management and
workers verify that at times when a particular skill is needed, co-workers
have found an ironworker who possesses that skill whereever he is drinking,
and if he is sober enough, he will go to work.
There appears to be considerable misunderstanding at some levels of
management as to the nature of alcoholism. One official said that "the
best th.iing we have going is.i«(a worker who)...comes into the hall with his
bottle or passes out in the alley. We let him hang around. He does more
good by being an example. We tell them that if they keep hitting the
bottle, that's how they'll end up."
A deficit view of the problem of alcoholism is implied by the conditions
of health benefit coverage. Health benefits will pay for unlimited health
services for disorders that may be caused by alcoholism, e.g. cirrosis of
the liver, but will pay only once for detoxification. The implication is
that willpower alone should be sufficient to overcome the disorder.
Misunderstandings about the nature of alcoholism and alcoholism
treatment are only one of the constraining factors which inhibit development
of job-based alcoholism programs in union-only settings. Typically, local
unions do not have the established linkages with community treatment
resources which are essential to a job-based program.
One management official took a view that is relatively common
among both union and management personnel in stating that it was not the
business of the union to interfere in the private lives of its workers.
Where union officials do not actually witness instances of job impairment,
there is no basis for constructive confrontation. Referrals related to
less than optimum performance on the job would generally have to come from
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construction supervisors, who have no contractual basis for dealing with
ironworkers, other than that established through collective bargaining
between Local 387 and representatives of the construction industry.
Proponents of contract language developed through collective bar¬
gaining maintain that when both parties sign an agreement included in the
collective bargaining contract, a viable system is created whereby both
parties become partners in the program. Opponents believe that a sub¬
stantial drawback to this process is that when problems inevitably arise,
an adversarial situation has been created that prohibits true joint effort
to assist a worker to regain sobriety. Documentation of alcoholic
employees manipulating their difficulties into union-management conflict
is extensive.
Union resistance is generally high to the troubled employee type
of job-based program. Alternately known as broadbrush programs, these
programs are designed to provide intervention in a wide variety of employee
problem areas from family problems, to mental health concerns, to alcoholism
and drug addiction. The general feeling among union members is that
management intervention in personal areas of their lives provides their
employer with too much control and tips the balance of power to management.
It is believed that participation in a troubled employee program will give
management tools which can be used against the union. Further, labor has
traditionally controlled this substantive area.of concern.
Because alcoholism is increasingly becoming accepted as a medical
problem, uiiiohs-afe more likely to concede a place to an alcoholism-specific
program in the structure of the work organization.
An additional problem was highlighted by a managements official's
response to a question about the feasibility of establishing a job-based
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alcoholism program in Local 387. His response was that they are in the
business of getting jobs done. If there are no workers to send out on the
jobs, the jobs don't get done and the union local is, itself, out of
business. This ties in closely with the occupational risk factor of
reduction of social controls which occur when employees enter a situation
where recruiting is difficult and devience is, therefore, tolerated. The
ironworker is highly skilled in a wide variety of related trade areas
and cannot easily be replaced.
Funding for the program presents another major constraint. No
program could be initiated or undertaken without the consent by vote of a
majority of the 1,276 members of the local, from whose dues program
expenses would likely be derived. Rallying support for an alcoholism
program among the membership of a construction trade local is probably
difficult, at best. The traditional cherished image of the construction
worker as hard-working, hard drinking men is itself a major impedement.
The union's inherent interest in accruing power is another. Unions have
historically struggled to wrest power and the resulting benefits, from
owners and managers and are likely to view the establishment of a job-
based alcoholism program as capitulation to the adversary.
The political reality of the union structure is another significant
factor. While Local 387 is generally autonomous in establishing its
guidelines and policies, the initiation of a job-based alcoholism program
in individual locals may be seen on the International level as a major
break form union policy and, so, may be resisted.
Economic circumstances can also be expected to have an effect on
workers willingness to allocate additional money for the manpower and
benefits that are necessary to support a program. With the likelihood of a
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steep recession commanding the attention of most workers, and several workers
having commented that it takes more money than it should to run the union,
resistance to a full program can be anticipated. The one certainty about
establishing a union-only alcoholism program is that the workers must want
it and actively support it.
This research has shown the existence of occupational risk factors
in the employment situation of a selected union local. It has also been
shown that to an unspecified degree, alcoholism is a problem for the
ironworkers, local management, and the construction owners.
It is recommended that additional research be undertaken in union-
only job settings in the construction trades to produce and refine data
on alcoholism and on job-based alcoholism programs specifically for the
union hall setting. Such research could'Optimally concentrate on 1) the
extent of alcohol use and abuse in the construction trades and factors
peculiar to this job setting that influence alcohol consumption; 2) feasi¬
bility of establishing an alcoholism program in a local union hall; and
3) features of such a program for this particular setting that would insure,
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1.What is the occupational title on your book?
2. Which statement best describes your job?
a. Most of the time I know what is required of me.
b. Sometimes I do not know what is required of me.
c. Often I do not know what is required of me.
d. Most of the time I do not know what is required of me.
3. Which of the following statements best describes your job?
a. My work is checked constantly.
b. My work is checked at the completion of each task.
c. My work is checked at certain fixed intervals.
d. My work is checked at varying intervals.
e. My work is rarely, if ever, checked.
4. Some jobs provide a great deal of opportunity to learn more about the work
and enable a person to increase his knowledge of the process and his skill;
other jobs provide few such opportunities to learn more. How is it on
your job?
a. There are very great opportunities to learn more.
b. There are fairily good opportunities to learn—above average.
c. There is little opportunity to learn.
d. There is almost no opportunity on my job to learn more about the
process or to increase my skill.
5. How long have you been at your most recent job site?
a. One day d. 14-30 days
b. 1-5 days e. One to three months
c. 6-10 days f. More than three months




7. In the past 12 months, how many weeks have you worked, either full time
or part time?
a. 20 weeks or less
b. 21-35 weeks
c. 36-45 weeks
d. 46 weeks or more
8. When you worked, how many hours a week did you work, on the average?




e. More than 40 hours
9. In the past two years, how many months have been spent working jobs
away from home--outside the area covered by your local?
a. I have not worked outside the local area.
b. One or two months
c. Three to six months
d. Seven months to a year
e. More than a year
How many locals have you obtained work from in the past two years?
a. Only one
b. Two to four
c. Five to seven
d. More than seven
11. Which statement best describes your work when you are on a job?
a. I have no freedom at all to do my work as I want.
b. I have little freedom to do my work as I want.
c. I am fairly free to do my work as I want.
d. I am completely free to do my work as I want.
12. Many jobs are becoming obsolete because of rapid change in technology.
How long do you think there will be a need for your particular skills?
a. Less than five years
b. Five to ten years
c. Ten to twenty years
d. More than twenty years
13. What opportunities exist in the job market at this time for a person with
your skills?
a. Very few--jobs are difficult to get
b. Quite a few--I am usually able to get work when I want it
c. Many
14. Which of the following statements fits your job?
a. Almost anyone could do my job
b. A good many people could do my job
c. Only a limited number of people could do my job
d. Very few people could do my job
15. How much of the time are you satisfied with your work?
a. Most of the time
b. A good deal of the time
c. About half of the time
d. Occasionally
e. Hardly ever, or never




17. Have you ever encouraged a supervisor to drink on the job or covered up
for him when he did drink?
a. Yes
b. No18.At what age did you begin work with the International Association of
Bridge Structural Ornamental Ironmen Workers?







e. over 4519.Has your pattern of drinking changed since beginning work with the
International Association of Bridge Structural Ornamental Ironmen Workers?
a. Very little or not at all
b. I drink a little more now
c. I drink a great deal more now
d. I drink a little less now
e. I drink a great deal less now
20. Do your co-workers drink more frequently or drink larger quantities of
alcohol than your co-workers in previous jobs?
a. This is the only job I've had
b. They drink more
c. They drink about the same amount
They drink lessd.
21. If an ironworker is drinking on the job, what is the most probable
response from other workers?
a. They ignore it
b. They comment to the (drinking) worker about it
c. They report it to a supervisor
d. They comment to other workers about it
e. Other (specify)
22. Do you think any of your co-workers have a drinking problem?
a. Yes
b. No
23. Do you think any of your supervisors have a drinking problem?
a. Yes
b. No
24. How often do you drink alcoholic beverages?
a. Never
b. Once a week
c. 2 days a week
d. 3-6 days a week
e. Every day










d. Weekends and weekdays
27. What has been your longest period without a drink during the last 3 months?




e. Over 2 weeks
28. At the moment, how serious a problem do you feel your drinking is?
a. It is no problem at all
b. It is a slight problem
c. It is a moderate problem
d. It is a serious problem
e. It is a very serious problem














d. More than 5 days32.Which of the following statements best tells how you feel about changing
you job?
a. I would quit my job now if I had something else to do.
b. I would take almost any other job in which I could earn as much
as I am earning now.
c. My job is as good as the average and I would just as soon have it
as any other job, but would change jobs if I could make more
money.
d. I am not eager to change jobs but would do so if I could make
more money.
e. I do not want to change jobs even for more money because the one
I have now is a good one.33.Have you ever had an accident on the job that was related to your drinking
or the drinking of someone who was working with you?
a. Yes
b. No34.What is your present age?
a. Under 21
b.
_ 22-25
c.
_ 26-35
d. 36-45
e. Over 45
